Introduction
People's ability to engage in self-directed learning has become increasingly important in contemporary organizational settings. This development results from more broadly defined roles where people need to exercise personal judgment, more complex and interdependent work arrangements, and employment relationships that shift responsibility for employability and career advancement from the organization to individuals (Cappelli, 2000; Clarke and Clegg, 2000; Parker, 2000) . Instead of relying on formal training and guidelines, people need to develop their abilities through the ongoing engagement with their task and social environment. Such learning can principally occur in two ways. The first is experiential learning involving the ongoing reflection upon one's actions and their outcomes. A considerable body of scholarship has contributed towards our understanding of this form of self-directed learning (Kolb et al., 2001 ). The present article focuses more specifically on a second way, selfdirected social learning, and its individual antecedents.
In this article, self-directed social learning is defined as cognitions by which people attend to, or reflect upon, cues from their social environment in order to strengthen the confidence in their abilities at work (i.e. self-efficacy). Social learning theory suggests that such learning is useful when the trial-and-error process of experiential learning is either not feasible, or cumbersome and lengthy (Bandura, 1977 (Bandura, , 1997 . Observing role models is a prime source of social learning. Furthermore, self-directed social learning takes place whenever people seek the advice, guidance and encouragement from their colleagues, superiors, clients and friends (Ashford and Cummings, 1983; Bandura, 1997; Morrison, 1993) . By means of self-directed social learning, a person can tap into other people's experiences, gain insight about implicit work practices, and learn about social expectations that influence one's achievement and longer-term career advancement (Higgins and Kram, 2001; Ibarra, 1999; Morrison, 1993; Wenger, 1998) .
From a management development perspective, it is important to consider whether the expectations associated with self-directed social learning are actually fulfilled. One of the aspirations is that self-directed social learning is more appropriate and actionable than formal training because it is driven by people's actual learning needs. Another hope is that it sets free people's initiative, enterprise and collaboration across functional and organizational boundaries. Yet, these aspirations are constrained in at least two ways. Firstly, individual differences influence people's initiative, selfdirection, and cognitions (Crant, 2000; Markus and Wurf, 1987) . Secondly, selfdirected social learning may not be beneficial if that which employees consider to be relevant and important learning does not actually help them to achieve and advance within the organization.
The role of individual differences in self-directed social learning
In line with the Talmudic wisdom that "we do not see things as they are, we see things as we are", people's dispositions and self-concepts can be expected to influence their self-directed social learning (Markus and Wurf, 1987; Swann et al., 1992; Triandis, 1989) . Triandis (1989) proposed that people are more likely to sample, process, and assess information that is consistent with the ways by which they think about their self -that part of themselves that people refer to as "I", "me", "mine", or "myself". This human bias for information that is consistent with how we view ourselves is a cognitively efficient way of dealing with the abundance of our social information environment (Cervone, 1997; Markus and Wurf, 1987) . Indirectly, our view of self also influences how we construct our work, which competencies we consider to be important for accomplishing our task, and what criteria we would like others to apply towards our performance.
With regards to our specific interest in social learning, the importance and relevance of such learning may be influenced by people's view of self in relation to others. Drawing on cross-cultural and personality research, Figure I proposes interdependent self-construal, agreeableness and extraversion as antecedents of selfdirected social learning (Costa and McCrae, 1988; Markus and Kitayama, 1991; Triandis, 1989) .
Insert Figure I about here
Interdependent self-construal is proposed as one antecedent of self-directed social learning. This argument builds on the observation by cultural anthropologists and cross-cultural psychologists that people's attention to social information is shaped by how they define their self in relations to others (Hofstede, 1980; Markus and Kitayama, 1991; Triandis, 1988) . Comparison of cultural groups suggests that in the West, people's view of self is shaped by an individualistic culture. Individualists typically view their self as independent, private and separate from others. Conversely, people in collectivist cultures typically define their self as being interdependent and connected to others. Members of collectivist cultures also tend to be more concerned about meeting obligations towards their in-group such as colleagues, friends and family members. Avoiding the stereotypical description of people according to their cultural belonging, more recent cross-cultural literature proposes people's construal of self as an individual difference that may vary within cultural groups (Earley, 1994; Singelis, 1994) . Accordingly, independent and interdependent selves are not seen as mutually exclusive but two distinct and co-existing dimensions of a person's selves (Singelis, 1994; Triandis, 1989) . The culture to which people belong has an impact upon the salience of either independent or interdependent self-construal.
Studies by Earley and associates (Earley, 1994; Earley et al., 1999 ) support Triandis's (1989) argument that people are more likely to sample information that is consistent with their view of self. Individuals in their study responded best to training and feedback if it was framed consistently with their collectivist/interdependent or individualism/independent orientation. Individualists responded better to training and feedback that referred to their own performance whereas collectivists responded more favorably to training and feedback that referred to members of their in-group. Overall, the cultural perspective of self suggests that people with an independent view of self attend to cues that are consistent with their values of individual achievement. In contrast, people with an interdependent view of self give more attention to cues that are relevant to their abilities in relation to others.
Figure I suggests agreeableness and extraversion as two further antecedents of people's self-directed social learning. These two variables are aspects of Costa and McCrae's (1988; Big Five personality structure. According to this model, people differ along five behavioral trait dimensions, i.e. neuroticism, extraversion, openness, agreeableness, and conscientiousness.
Of these, extraversion and agreeableness have been associated with interpersonal behaviors (Costa and McCrae, 1992) . Extraverts are more sociable. They can create more opportunities for social learning because they engage in more outgoing, gregarious, active, and excitementseeking behaviors (Costa and McCrae, 1992) . They also build interpersonal relationships more proactively and seek more feedback (Asendorpf and Wilpers, 1998; Wanberg and Kammeyer-Mueller, 2000) . People with an agreeable disposition are generally trusting, sympathetic and cooperative (Costa and McCrae, 1992) . They also have an ability to develop relationships that are characterized by compassion, and empathy (Asendorpf and Wilpers, 1998; Laursen et al., 2002; Neuman and Wright, 1999 , 1997) . In brief, people with an extraverted and agreeable disposition can be expected to engage in more self-directed social learning because they favor interpersonal behaviors that allow them to gain access to role models and encouragement from others.
Self-directed social learning and self-efficacy
A considerable body of research demonstrates that social learning interventions can serve as effective means for raising people's self-efficacy (Bandura, 1997) . This may involve coaching people in behavioral and cognitive models, exposing them to inspirational role models, and providing them with verbal encouragement (Eden and Zuk, 1995; Gist, 1989; Gist et al., 1989; Shea and Howell, 1999; Tierney and Farmer, 2004) . We have less understanding of the relationship between people's self-directed social learning in organizations and self-efficacy. If self-directed social learning is shaped by individual preferences, the content of such learning may not necessarily be relevant to improving one's mastery in one's task. For instance, in an individualistic business culture, with its emphasis on personal achievement, power, and autonomy, the self-directed social learning of people with a relational/interdependent view of self may be less relevant to the ways by which work is organized and evaluated. To further our understanding of these dynamics, this study examines the relationship between the individual differences, social learning, and selfefficacy discussed earlier.
Methods

Data collection and sample
Of the 1,140 questionnaires distributed to participants of professional development events, 366 were returned (32 per cent response rate). Of these, 10 questionnaires from students were excluded, yielding a sample of 356 professionals. 
Instrument development
Self-directed social learning. People's self-directed social learning was measured with five scales: relating to others, benchmarking, modeling, identifying with the organization, and distancing. These scales resulted from the inductive analysis of qualitative field data generated by in-depth interviews with 74 individuals working across management consulting, design, job search, restaurant service, telemarketing, and financial trading (Strauss and Corbin, 1990) . The objective of the initial qualitative research had been to describe the different ways by which people interpret social cues when thinking about self-efficacy, i.e. the belief in their ability to master their task. The data had been generated by asking questions such as: "How do you know that you can do a good job?" or "Can you judge how well you can work this relationship [with a demanding client]?" Based on the inductively generated definitions, 30 items were created to represent the five ways of social learning. All items were measured on a 5-point scale (0 = "does not apply", 1 = "did not use", and 5 = "used a great deal").
Principal component analysis using varimax rotation suggested retaining 23
items that loaded on these five ways of social learning. Table I presents their definitions, reliability coefficients, items, and factor loadings. The coefficient alphas ranged from .87 and .72. Although three scales had coefficient alphas below the typical benchmark of .80, they were considered acceptable based on other studies examining cognitive strategies that reported coefficients at same or lower levels (Folkman et al, 1986; Carver et al., 1989; Kinicki et al., 2000) . The fact that some of the items loaded on more than one factor was considered acceptable given the conceptual proximity of different ways of social learning.
Take in Table I about here Self-efficacy. Participants' self-efficacy was measured with seven items that describe activities common to professional jobs across different levels of an organization, such as: "I can finish difficult projects by deadlines", and "I am good at gaining support and resources from others to complete a project". These items had been generated by inductive analysis of qualitative data from 26 interviews with people from a multinational engineering company, two consulting firms, and an investment bank. Table II presents all seven items. In line with Bandura (2000) , the strength of efficacy for each item was assessed on an 11-point scale ranging from 0 = "Cannot do at all" to 10 = "Certain can do". The scale attained a coefficient alpha of .84 in a pilot study of 267 professionals and .79 in the present study.
Take in Table II about here Self-construal and pro-social dispositions. People's interdependent selfconstrual was measured with ten items from the scale developed by Singelis (1994) .
The 5-point scale included items such as: "I like to cooperate with others", and "It is important to me to respect decisions made by the group I belong to". The coefficient alpha for the interdependence measure was .73.
Agreeableness and extroversion were measured with items from the short version of the Big Five Inventory developed by John, Donahue and Kentle (1991).
For agreeableness the 5-point scale included seven items such as "I see myself as someone who is helpful and unselfish with others"; the extroversion scale included eight items such as "I see myself as someone who is talkative". Consistent with recommended practice and to limit the length of the questionnaire, two reverse-coded items were dropped from the original agreeableness and conscientiousness scales (Hinkin, 1995) . The coefficient alphas were .64 for the agreeableness scale and .82 for the extroversion scale.
Control variables. The study controlled for the effect of demographic differences and industry sector. Gender was measured with a dummy variable where 1 indicated female and 0 indicated male. Experience was measured by age (in years) and length of relevant work experience (in months). Respondents' status in the organization was measured with four categories including "administrative and service staff" = 1, "non-managerial expert staff" = 2, "managerial and senior-expert" = 3, and "owner/partner" = 4. A total of 181 responses to the categories "freelancer", and "other" were excluded from the analysis of the status effect.
Analyses
The relationships were tested in two steps. The first step examined whether individual differences and sectors predicted the use of the five ways of self-directed social learning. The second step examined whether any of the five ways of social learning mediated the relationship between individual differences and self-efficacy.
Mediation relationships were examined based on correlations and results from the hierarchical regression analyses. According to Baron and Kenny (1986) , mediation is given when three variables are significantly correlated and if, by adding the mediating variable in the second step of the regression analysis, the size of an earlier observed effect between two variables is reduced. Accordingly, an initial model estimated the effect of the independent variables on self-efficacy. In a subsequent model, the social learning scores were added to examine their independent and mediating effects.
Findings
Correlations Table III reports means, standard deviations and correlations for all variables.
In support of the earlier developed argument, interdependent self-construal, agreeableness, and extraversion were related to several of the five ways of social learning. Interdependent self-construal was correlated with relating, benchmarking, modeling, and identifying, but not to distancing. There were also positive correlations between agreeableness, relating, and benchmarking but none of the other ways of social learning. Somewhat surprisingly, extraversion was only associated with distancing but none of the other ways of social learning. Self-efficacy was related to two way of social learning, relating and distancing. Self-efficacy was related to agreeableness and extraversion. Somewhat surprisingly, neither experience nor status were related to self-efficacy.
Take in Table III about here
Regression analyses for self-directed social learning
The five middle columns of Table IV A separate analysis also examined the possible effect that people's sector may have on their social learning with seven 0/1 dummy variables for industry, consulting, education/research, non-profit, public, finance, and start-up enterprise. Since none of the sector had any significant effects on the use of self-directed learning, coefficients have been omitted from Table IV .
Take in Table IV about here
Regression analyses for self-efficacy
A second aim of this study was to examine the relationship between people's self-directed social learning and self-efficacy. The two right-hand columns of Table   IV report the independent effects of individual differences on self-efficacy and their mediation by the five ways of social learning. Model 1 suggests that people with an interdependent self-construal were more likely to report low self-efficacy (b = -.09, p < .10), whereas people with an agreeable and extravert disposition were more likely to report high self-efficacy (b agreea = .15, p < .01; b extra = .33, p < .001).
Results in Model 2 reveal that people's preference for self-directed social learning did not necessarily predict their self-efficacy. Only two of the five ways of social learning -relating and distancing -were related to self-efficacy. Moreover, the negative coefficient for relating (b = -.18, p < .01) suggests that attention to social cues is associated with low self-efficacy. In contrast, the positive coefficient for distancing (b = .28, p < .001) suggests that a person's ability to take a stance towards critical feedback is associated with high self-efficacy. Benchmarking, modeling, and identifying with the organization had no significant effects on self-efficacy when accounting for their combined effect with the other ways of social learning.
Furthermore, results in Model 2 suggest that relating and distancing mediate, at least partially, the effects of individual differences on self-efficacy. Given the direct effects of interdependent self-construal and extraversion on these two ways of social learning and self-efficacy, it seems reasonable to conclude that the link between interdependent self-construal and low self-efficacy was mediated by relating whereas the link between extraversion and self-efficacy was partially mediated by distancing.
In contrast, the effect of agreeableness on self-efficacy was not mediated by social learning. Although results in Model 1 suggest that women's self-efficacy was not significantly lower than that of men, the drop in the size of the coefficient in Model 2
(from -.06 to .00) after adding ways of social learning into the analysis may be explained by women's preference for relating and benchmarking and men's preference for distancing.
Take in Table V about here The divergent findings for interdependent self-construal, agreeableness, and extraversion suggested further examination of the interaction between these three variables. After all, self-construal and pro-social dispositions do not represent opposing dimensions. A person with an interdependent self-construal can rate high or low on either agreeableness or extraversion. For the analysis, two-way and three-way interaction terms were computed by multiplying the z-scores of these three individual differences. None of the two-way interactions had a significant effect on either way of social learning or self-efficacy. The significant negative three-way interaction term for relating (b = -.16, p < .05), suggested that people with an interdependent selfconstrual who also rated highly on agreeableness and extraversion were less likely to engage in relating. Therefore, high ratings in the two pro-social dispositions reversed the positive link between interdependent self-construal and relating that had been observed in the general sample.
Although not reported in Table IV , the effect of people's sector on selfefficacy was examined separately. Of the seven sectors, only membership in the nonprofit sector, representing two percent of the total sample, had a weak effect on selfefficacy (b = -.11, p < .10). As a result, coefficients for sector are not reported in Table IV .
Discussion
Much research on self-efficacy formation suggests that people develop selfefficacy through social learning (Bandura, 1997; Gist, 1989; Shea & Howell, 1999) .
This study reveals that people's self-directed social learning in field settings may have a limited influence on their self-efficacy. Instead, the study identifies individual differences as important antecedents of self-efficacy. A key finding was the difference between, on the one hand, interdependent self-construal and, on the other hand, agreeableness and extraversion. Whereas a person's interdependent self-construal was a more significant predictor of self-directed social learning than either agreeableness or extraversion, interdependence was associated with low self-efficacy, while the two pro-social dispositions predicted high self-efficacy. Moreover, the link between interdependent self-construal and self-efficacy was fully mediated by people's selfdirected social learning. In contrast, the effect of agreeableness and extraversion on self-efficacy was largely independent of social learning. It should be noted that these differences do not mean that interdependence and pro-social dispositions would represent opposite ends of a continuum. Rather, they are different dimensions of a person's self-system (Markus and Wurf, 1987) .
The findings challenge the expectation that people with an interdependent orientation would be more confident in the relational skills that are demanded by many organizations. Instead, they suggest that valuing harmony, being attentive to others' needs and supporting others in their work -qualities commonly associated with an interdependent self-construal (Singelis, 1994) -do not necessarily contribute towards confidence in communicating, influencing, and negotiating in contemporary work places. This dilemma applies in particular to people from collectivist cultures.
An interdependent orientation may be self-limiting because it weakens a person's assertiveness in relations to others. Even though contemporary management rhetoric aspires to relational competencies, work places are largely dominated by values that endorse an independent and assertive view of self in relations to others. Our work requires relating to others but our achievement is often evaluated based on our ability to advance our own agendas within these relationships.
The negative relationship between relating and self-efficacy can be explained by Festinger's (1954) argument that people attend to social cues when they feel uncertain about internal standards. Surprising in this respect was that stable individual differences, rather than a lack of experience, predicted self-efficacy. The negative relationship between interdependent self-construal and self-efficacy may be explained in two ways: firstly, anchoring one's view of self-efficacy in an interdependent selfconstrual shifts attention to the external context. Since this context is prone to change regularly, people with an interdependent self-construal may always feel more at the edge of their abilities than those who do not even give much attention to contextual requirements. Secondly, the influence of people's stable self-construal on their selfdirected social learning may provide them with a better understanding of the environment and develop their skillfulness in dealing with this environment. But, given the permanence of interdependent people's social learning orientation, they may fail to update their belief in intrinsic abilities. They may possibly do quite well in collaborating and adapting to the needs of their environment. Yet, since they do not espouse to seeing themselves as assertive and independent in relation to others, they may deselect themselves from tasks that demand such competencies. They may also be less likely to seek out professional opportunities for developing these skills and gain recognition from their peers and superiors.
Extending the focus in much of the self-efficacy literature on learning from experience and social feedback (Bandura, 1997) , this study proposes the two intrinsic dispositions of agreeableness and extraversion as sources of self-efficacy. In contrast to interdependent people's view of their abilities as being intertwined with those of others and their situation, both agreeableness and extraversion refer to internal abilities and characteristics. If pro-social abilities are grounded in a view of self as being independent and autonomous, one's belief in these abilities may be less likely to be challenged by feedback. The lack of attention to feedback from interaction with others and social referents that was observed among extraverts and agreeable people may allow them to remain more persistent and resilient despite setbacks and criticism.
Yet, they may also be less likely to consider and adapt to the expectations of those with whom they need to collaborate.
Limitations
This study has several limitations. Firstly, the cross-sectional design of this study does not permit conclusions about the causal effect of individual differences on people's ways of social learning and self-efficacy. Conceptually, individual differences such as self-construal, extraversion and agreeableness may be expected to be antecedents of a person's social learning and self-efficacy because the former are shaped by a person's biological and cultural heritage and remain relatively stable over one's lifetime (McCrae & Costa, 1997; McCrae et al., 2000) . In contrast, social learning and self-efficacy beliefs are malleable. Moreover, the causal relationship between ways of social learning and self-efficacy is expected to be bi-directional since a person's level of self-efficacy may influence his or her search for social cues.
Conclusions about the causal relationship between the variables examined here require further longitudinal research.
Secondly, the findings are limited by the exclusive use of self-reported data for demographic variables, personality traits and psychological state variables.
Consequently, the results may be biased by a common method variance, respondents'
self-consistency motives, and social desirability (Podsakoff and Organ, 1986) . The observed relationships may be a result of a consistent error of the same strength and direction rather than the observed "true" phenomena that is expected to be measured.
Since it remains methodologically problematic to verify psychological variables such as personality differences and cognitive states by any other means than self-reports (Piedmont et al., 2000) , it seems more effective to strengthen the validity of the measured variables, in particular the five scales for self-directed social learning. The latter approach may be achieved by replication with different samples and examination of criterion and discriminant validity of the constructs in relations to related psychological constructs. Moreover, repeated measure of the constructs over a period of time within a same sample may strengthen their validity. As long as environmental antecedents of social learning are controlled for, we would expect the effect of individual differences on social learning and self-efficacy to remain relatively stable over time.
Thirdly, the ability to generalize findings is limited by the situation-specific nature of self-efficacy and performance. While this study indicates significant links between people's relational orientations and the measure of self-efficacy used in this study, it remains unclear whether this link would be maintained with conceptions of self-efficacy that place less emphasis on these kinds of social skills. The two ways of social learning that were associated with self-efficacy may not necessarily predict high self-efficacy and effective performance in less socially-oriented tasks.
Finally, further research needs to examine the causal relationship between self-directed social learning, self-efficacy, and performance. A positive or negative association between individual differences, ways of social learning, and self-efficacy does not necessarily permit conclusions about people's performance. For example, the positive relationship between distancing and self-efficacy does not imply that distancing from negative feedback and the high self-efficacy resulting from there would necessarily be associated with effective performance. Distancing may lead to ineffective performance if more fundamental learning in response to negative feedback is required. Therefore, future studies should also measure antecedents and outcome variables by means of independent data sources such as experimental interventions and independent performance ratings. While the present study suggests a negligible effect of people's sector on their social learning and self-efficacy, future studies need to examine the influence of other contextual variables.
Managerial implications
The managerial implications that need to be drawn from the established link between individual differences, self-directed social learning and self-efficacy require careful consideration. Thereby, an approach that relies on the targeted selection and promotion of individuals who have a dispositional inclination towards one or the other way of social learning appears as naïve social engineering given labor market constraints and ethical and legal concerns about diversity across all levels of an organization. Instead, the present findings provide managers and HR development professionals with guidance for more personalized training and coaching.
On the one hand, particular attention is required for individuals with an interdependent self-construal, who may be more strongly represented among ethnic minorities from collectivist cultures. While these individuals may have a good understanding of social expectations and adaptive needs, they may lack confidence and be less inclined to pursue opportunities for professional growth. Experiential training that provides people with a sense of improved mastery may strengthen their self-efficacy. However, relying solely on experiential training may not be sufficient.
Individuals with a preference for self-directed social learning may benefit from specific guidance during the debriefing of training interventions that encourages them to anchor their self-efficacy in actual experiences. Moreover, coaching that aims to enable people's self-management competence needs to raise their awareness of the strengths and weaknesses of an interdependent self-construal. It also needs to develop people's ability for self-directed action learning to balance their preference for social learning. Also, this study suggests that developing people's ability to distance in a constructive way from critical feedback may be an effective way for self-managing self-efficacy. This approach applies, in particular, in organizations and task settings where assertiveness is more valued than consideration of other people's expectations.
On the other hand, managers and HR development professionals need to give particular attention to individuals with an agreeable or extraverted disposition. While these individuals may be confident in their interpersonal abilities, they may be less inclined to search for social feedback through relating or benchmarking. There is the risk that they may not do well when collaboration and attention to other people's expectations and aspirations are required. These individuals may encounter the stereotypical dilemma of the successful salesperson, who fails once he or she gets promoted to leader of a sales team. Coaching of these individuals may give particular attention to framing their construal of ability as being co-determined by intrinsic abilities and, also, external requirements and contingencies. Agreeable and extravert individuals with an independent view of self may potentially benefit more from 360 feedback interventions than those with an interdependent self-construal who will proactively engage in social learning. Yet, owing to the intrinsic confidence in their interpersonal skills, their acceptance of 360 feedback may require raising awareness of its benefits to interpersonal effectiveness.
Finally, findings suggest that managers and HR professionals remain sensitive to the situational and socially constructed nature of 'performance' in organizations (Berger and Luckman, 1967) . After all, people with an interdependent self-construal rated their self-efficacy lower because self-efficacy at work was defined in terms of their ability to communicate, gain support, propose ideas, and negotiate critical issues.
While these criteria were considered important by the respondents included in this study, they are only as important as we give value to these behaviors. Clearly, people with an agreeable and extravert disposition seem to be more confident in such tasks.
Their success may reinforce what we consider to be important criteria on which to base our performance evaluations. Yet, the positive correlations between interdependent self-construal and self-directed social learning suggest that these interdependent individuals may do particularly well in tasks that require such learning. Organizations who seek to build on the diverse strengths of their people may consider creating roles and performance evaluation systems that are aligned with this orientation.
Conclusions
This study contributes to our understanding of the role of individual differences in self-directed social learning and self-efficacy. Further research is required to examine more antecedents of self-directed social learning and a wider range of its outcomes. In addition to the influence of individual differences examined in the present study, we still require a better understanding of the influence of contextual variables such as task design, availability of feedback from the work setting, social networks, and leadership style. Longitudinal research may also examine whether people's reliance on particular ways of social learning changes over time as they gain more experience and self-efficacy. Based on the recommendation to personalize learning interventions, it is also important to examine effective ways of training and coaching that take account of these individual differences. Moreover, further research may include a wider range of outcome variables such as goal setting, organizational or task commitment, and performance. To address these issues, further confirmatory research requires longitudinal and experimental research designs. .14** * p < .05, ** p < .01, *** p < .001 two-tailed test a n = 175; b female = 1, male = 0 -.06 † p < .10, * p < .05, ** p < .01, *** p < .001 two-tailed test a n = 175; b female = 1, male = 0
